
By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org

James Watson and Brandon Hayes 
were both elected as AFGE Local 987 
Trustees in a special runoff election 
held May 13 at Union Hall. The runoff 
was between three candidates. W. Ray 
Wessels Jr. was the third. Less than 10 
votes separated them all.

Watson and Hayes join those were 
won their position outright during the 
first, March 25, election.

They are: 
Marion Williams, 
r e - e l e c t e d 
President; Henry 
Brown, re-elected 
Executive Vice 
President; Teresa 
Freeman, re-elect-
ed Vice President 
of DLA; Jeanette 
McElhaney, re-
elected Treasurer; 

David Tucker, elected Vice President of 
Maintenance; Mike Ferguson, with no 

other candidates 
running against 
him, re-elected 
Vice President At-
Large; Sam Berry 
elected Sergeant 
At Arms and 
Sharon Kornegay, 
elected Secretary 
and Tommy 
Gibson, elect-
ed Trustee – he 

secured enough votes the first 
See RUNOFF, page 6
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Proud to make America workLocal 987

Womens, Fair Practices Departments seek survey respondents

Marion Williams

Hayes, Watson win Trustee 
spots in runoff election

Membership meeting 
Local 987 will have a membership meeting 

June 17 at 5 p.m. It will be held via Zoom. 
Membership will be verified before you are 

admitted into the meeting/teleconference. To 
that end, you must ensure you have a current 
email on file or you will not be able to call in. 
You can make updates by calling Union Hall at 
478-922-5758 or by emailing Linda Baxter at 

linda@afgelocal987.org or Jeanette McElhaney 
at jmac@afgelocal987.org.)

Calendar

By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org

Do you identify as a 
woman?

Do you have a disability?
Are you part of the 

LGBTQIA+ community?
The AFGE Women and 

Fair Practices Departments 
would like to know. The aim, 
according to Jeremy Lannan, 
National Vice President for 
Women’s and Fair Practices, 
is “to be better advocates 
for you. We want to know 
what you are experiencing 

in the workplace,” he writes 
in an email being sent/sent 
to members.

To that end, and in partner-
ship with the organization’s 
National Women’s Advisory 
coordinators, National Fair 
Practices Affirmative Action 
coordinators, and Pride 
Workgroup, they have cre-
ated three confidential sur-
veys to learn more about the 
union and workplace experi-
ences of AFGE’s disabled, 
women and/or LGBTQIA+ 
members.

The surveys, according 

to Lannan, will ask about 
workplace safety, culture, 
programs and support sys-
tems. Members who iden-
tify with more than one of 
the identities, he writes, are 
encouraged to participate 
in all applicable surveys. 
“Responses will be used 
to create future programs, 
trainings and outreach 
strategies,” he said, adding: 
“Please note that respons-
es will not be individually 
shared with anyone outside 
of the Women’s and Fair 
Practices program team. 

“We strive to create a safe 
space for all of our members 
and want to ensure that you 
and your identity are safe 
at the Women’s and Fair 
Practices Departments.” 

Survey responses are due 
by 5 p.m. Eastern Standard 
Time on May 31. Each sur-
vey is approximately 20-25 
questions.

Questions, comments and 
concerns can be addressed to 
Women’s and Fair Practices 
Program Specialist Denver 
Supinger at Denver.
Supinger@afge.org.

Identify as a woman?
https://docs.google.com/forms/d/e/1FAIpQLSc__wbJsRCXLHW9S2uXfrVVo8N4l
QHA7Uo5NVdLnUxPkZnj8w/viewform

Identify as disabled?
https://docs.google.com/forms/d/e/1FAIpQLScJVawFyl7vJ4VFsR7FvLO0rj7LeSsw
KkWG0V_G6XfdBYn_pg/viewform

Identify as a member of the LGBTQIA+ community?
https://docs.google.com/forms/d/e/1FAIpQLSfV7SJkMMnTEpCMFsotRVxHpEf8i6
MdDoBIe7_BeovRsxcSTA/viewform

Take the survey

WatsonHayes

AFGE Local 987 photo/Don Moncief

Election Chair Gail Rodger signs in a member during the special Trustee runoff election held May 13 at Union Hall.

By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org

With May marking Asian 
American and Pacific 
Islander Heritage Month, 
AFGE’s Women’s and Fair 
Practices Departments 
held their inaugural Asian 
American and Pacific 
Islander panel May 11 on 
Zoom and Facebook Live.

“We really see it as our 
mission to build power for 
Asian and Pacific Islander 
Americans through a vari-
ety of campaigns, economic 
justice, racial justice and 
immigrant justice cam-
paigns, in all of our chap-
ters all across the country,” 
said AFGE Women and Fair 
Practices National Vice 
President Jeremy Lannan 
in his introduction to the 
event.

“I know speaking for 
AFGE labor in general,” 
he later said. “We’ve got to 
do a better job of making 
sure we are our brothers 
and sisters’ keepers. When 

the pandemic hit and we 
had stated rhetoric and 
slurs and such, we should 
have done a better job of 
speaking for AAPI. 

“Everybody knows we 
have a diverse union, but 
diversity is nothing with-
out inclusion and without 
advocacy. And sometimes 
what might seem like 
minorities and the big pic-
ture in labor and how our 
members identify, often-
times individuals or groups 
are underrepresented. Our 
job is to pull those mem-
bers in and make sure that 
we ensure their voices are 
being heard and real advo-
cacy is taking place.”

Alvina Yeh, executive 
director of the Asian Pacific 
American Labor Alliance 
shared a “condensed” his-
tory … it’s normally a two-
hour workshop, she said 
… on the Asian American 
and Pacific Islander labor 
movement and labor 
organization. She also 
See DISCUSSION, page 6

AFGE departments 
host AAPI panel 

discussion

DPMAPs, ‘Smoking mirrors’
By MARION WILLIAMS

President, AFGE Local 987
marion.williams@afgelocal987.org

The French Literary 
Charles Baudelaire wrote 
“Le Figaro” in 1864 for the 
Paris newspaper, in which 
he stated, “The greatest 
trick the Devil ever pulled 
was convincing the World he 
didn’t exist.” 

Throughout history the 
phrase has loosely been 
quoted in various formats 
and scripts, however, the 

underlying meaning remains 
the same. Which brings us to 
the very topic of this arti-
cle: The DoD Performance 
Management and Appraisal 
Program; how exactly does 
it work and what are you not 
being told about it. 

 First, let me set the stage 
to give you Management’s 
spill; 

(1) DPMAPs provides a 
framework for supervisors 
and managers to commu-
nicate expectations and job 
performance to its employ-

ees. 
(2) It links individual 

employee performance and 
organizational goals togeth-
er. 

(3) It facilitates a fair and 
meaningful assessment of 
each individual employee 
performance. 

(4) Then establishes a 
systematic process for plan-
ning, monitoring, evaluat-
ing, and recognizing and 
rewarding employee per-
formance that contributes 

See DPMAPS, page 3
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Don Moncrief

The pandemic has forced many peo-
ple to conduct business from home. 
Unfortunately, this shift to remote 

work has also opened up opportunities for 
hackers. Cyberattacks have grown over 
400 percent since the pandemic started, 
and many of these hacks target small busi-
nesses. Small businesses are often targeted 
because many don’t have a fully-fledged IT 
department to protect themselves.

As we have seen with the recent gas short-
ages, today’s cybercriminals are increasing-
ly sophisticated and pose more significant 
threats to the economy than ever before. 
New safeguards are needed in order to pro-
tect consumers and businesses.

Cybersecurity is not only about adding 
layers of security technology. It starts with 
understanding about managing cybersecu-
rity risks. BBB has developed the 5-Step 
Approach to Better Business Cybersecurity 
to help businesses and consumers do just 
that.

Five step approach
Step 1: Identify: Take inventory of 

key technologies you use and know what 
information you need to rebuild your infra-
structure from scratch. Inventory the key 
data you use and store and keep track of 
likely threats.

Step 2: Protect: Assess what protective 
measures you need to have in place to be 
as prepared as possible for a cyber inci-
dent. Put protective policies in place for 
technologies, data and users, and ensure 
that your contracts with cloud and other 
technology service providers include the 
same protections. 

Step 3: Detect: Put measures in place to 
alert you of current or imminent threats 
to system integrity, or loss or compromise 
of data. Train your users to identify and 
speedily report incidents.

Step 4: Respond: Make and practice 
an Incidence Response Plan to contain an 
attack or incident and maintain business 
operations in the short term.

Step 5: Recover: Know what to do to 
return to normal business operations after 
an incident. Protect sensitive data and your 
business reputation over the long term.

Approach your home or office with these 
five cybersecurity practices in mind:

1. Understand your current cyber-
security status

You might be under the impression that 
you have relatively good cybersecurity, but 
how can you be sure? It’s crucial to audit 
your cybersecurity status on an annual 
basis.

2. Train your system users
With the world shifting towards 

remote work, it’s essential to acknowledge 
how much time you work on personal 
devices or in external locations. Educated 
system users are your first line of defense 
in protecting your information.

Hackers understand that untrained 
users are often the easiest way to get into 
a system. 

Popular types of 
cybersecurity scams 
against employees 
include:
■ Impersonating an 

employee within the 
organization - usually 
by finding out their 
name on social plat-
forms or the company 
website.

■ Baiting with information that seems 
internal, that the hacker has actually found 
online
■ Hiding malware downloads in email 

unsubscribe buttons
■ Phishing emails
■ Using keyboard capturing techniques 

to gather passwords
■ Internal threats from current or for-

mer employees
Approach training your users on cyber-

security in a smart way. If you simply 
send your team an article describing the 
importance of cybersecurity, you may not 
get their full attention. Don’t just force 
tutorials or conduct training sessions onto 
others without explanation.

Instead, make them understand the 
potential impact of these attacks and how 
vital their scrutiny is. Giving your team 
background on the dangers present will 
help them understand why they should 
care about cybersecurity.

3. Back up important information
It can be devastating to a business 

to lose critical financial records, customer 
data, planning documentation, or propri-
etary information. Some cyberattacks not 
only steal data, but also wipe and shut 
down systems too. This is a situation that 
is almost impossible to recover from.

To avoid this, you must back up all infor-
mation frequently. If possible, use an auto-
mated system that automatically backs up 
data into a cloud. If this option isn’t doable, 
ensure you go through a data back up at 
least twice a week.

4. Update systems
No one dreams of performing sys-

tem updates.  However, you must under-
stand why system upgrades are essential 
and should be done immediately.

Operating systems have built-in func-
tions to help reduce the threat of a cyber-
attack. However, as the world of cyber 
threats is continuously changing, operating 
system manufacturers release upgrades 
to keep up with the changing landscape. 
These upgrades are for the protection of 
your system and any time you delay an 
upgrade, you increase your risk.

5. Password authentication
Two-factor authentication requires 

that users verify their identity with a sec-
ondary device in a short time frame. The 
process essentially works as an additional 
barrier to entry. Someone finding out your 
password may be likely; someone finding 
out your password while also having your 
mobile phone is much less likely.

Kelvin Collins

BBB tip: Cybersecurity 
resources to help you

Is your roof strong enough 
for summer weather?

YOUNG: Census has major 
impacts on representation

AFGE National YOUNG Committee

The 2020 Census results are in and show 
that the United States population has 
grown by more than 7 percent since 2010. 
As such, the U.S. now has more than 330 
million people living within its borders. 
The 2020 Census has major impacts on 
the state of our nation and representation, 
which is outlined below. 

What is the Census? 
Every 10 years, the U.S. Census Bureau 

counts every single person living within 
the United States and its five territories. 
This 10-year count is mandated by the U.S. 
Constitution, and helps keep track of the 
shifting populations of the various prov-
inces within the United States. 

What are the Census results used for? 
The results of the decennial Census 

determine the level of services provided to 
communities, such as firefighters, teach-
ers, nurses, and doctors.  

Further, the results are used to deter-
mine the number of congressional seats 
apportioned to each U.S. state. Thus, as 
populations shift over the years, the num-
ber of congressional seats a state has can 
increase or decrease. 

Furthermore, for Presidential elections, 
the number of electoral votes each state has 

is equal to the state’s number of congres-
sional seats. As such, as states gain or lose 
congressional seats based on the decennial 
Census results, the following presidential 
elections are impacted as well. 

What does this all mean?
With new populations total per state and 

localities, new legislative districts will be 
drawn at both the federal and state levels. 
These new legislative districts will repre-
sent the shift in population from the last 
10 years. 

Depending on your state, these new 
districts can be drawn by an independent 
commission, political commission, or by the 
authority of your state’s legislature. Check 
your state government’s website for infor-
mation on state government redistricting. 
(Note: Georgia.gov has no information on 
the Census results, but according to other 
sources, the Georgia General Assembly 
will meet in the map to adopt new maps.) 
New legislative districts will be used for 
next year’s election cycle. 

We want to thank our AFGE family who 
worked diligently to get everyone in our 
nation counted! Our nation still has a lot 
of work ahead of it in redrawing House of 
Representative districts and distributing 
federal aid. We will keep you posted on any 
new major developments. 

(StatePoint) The summer 
months are often accompa-
nied by rough weather that 
can do a number on a roof 
if it’s not designed to with-
stand the elements. 

Experts say an ounce 
of prevention is worth a 
pound of cure.

Here are a few key things 
to look out for in a roof:
■ Weather performance: 

Your roof should meet or 
exceed third-party testing 
so you never have to worry 
about the next bad storm. 
This includes defense 
against wind uplift and a 
barrier system to protect 
against hail and sheeting 
rain.
■ Durability: The right 

roof will retain its structur-

al integrity and appearance 
for years to come with little 
maintenance. 

To that end, be sure your 
new roof offers UV protec-
tion against chalking and 
weathering, as well as resis-
tance to corrosion, mildew, 
algae and black streaks.
■ Cost benefits: While 

a new roof might seem 
like a big investment, the 
right choice can actually 
help you save money over 
the long run, with some 
models offering substantial 
energy savings and reduced 
insurance premiums.
■ Beauty: A roof makes 

up 50-60 percent of a home’s 
appearance, so while per-
formance is essential, don’t 
compromise on aesthetics. 

Updating a roof can add 
instant and dramatic curb 
appeal.
■ Resale potential: If 

you intend to relocate at 
any point, think about 
how your roof may factor 
into a home sale. A beau-
tiful, well-manufactured 
roof with a transferrable 
lifetime warranty can be a 
major selling point.
■ Materials: While tra-

ditional materials like 
asphalt, wood shakes and 
slate can present vari-
ous issues like shorter life 
spans, damage concerns, 
maintenance issues and 
disposal problems, metal 
roofing can overcome these 
obstacles and provide sig-
nificant advantages. 

By DON MONCRIEF
Editor, The Union Advocate

don.moncrief@afgelocal987.org

AFGE District 5 National 
Vice President David Mollett 
and his staff hosted a Virtual 
Teletownhall May 6.

The event featured a num-
ber of speakers on a number 
of subjects.

AFGE Organizing Director 
David Cann was the first to 
speak. He spoke in length 
about AFGE’s recently-
launched NOW campaign. 
It, Cann explained comes in 
two parts. The first is to roll 
out resources for recruiting. 
Those include everything 
from flyers to a Powerpoint 
presentation with script, 
social media posts, etc. Much, 
if not all, of that has taken 
place. 

The second, he said, is, 
once the numbers are up, 
“to have one-on-one conver-
sations with our colleagues. 
About what they’re interest-
ed in doing. What they want 
to see changed and bringing 
them on board as part of the 
union to not only help you 
(leaders and activists) do the 
work that you do, but to help 
build that fire inside of them 
so they own the union the 
same way you do.” 

Legislative Political 
Organizer Yoland Pickstock 
and Florida LPO Kevin 
Liddell talked about the LPO 
position. Pickstock gave an 
overview and also talked 
about one of its components, 
Legislative Political Action.

“We have to be involved,” 
she said, “because ‘democ-
racy’ is not a spectator sport. 
We must be able to share 
opinions and affect legisla-
tion.”

AFGE sets priorities, she 
said. There are a number, 
she continued, but shared 
what she said were the top 
five. 

One, a pay increase for 
2022, two, supplemental 
emergency paid sick leave for 
Covid, three, support for paid 
family leave, four, supporting 
workplace collective bargain-

ing and restoration of those 
rights and five, supporting 
the rights of TSA employees 
as well as Title 38 employees 
of the VA healthcare system.

AFGE, she continued, also 
has a two-prong approach. 
One is to influence the out-
come of legislation. “Whether 
we are supporting legislation 
or opposing legislation,” she 
said. “We do that through 
lobbying our members of 
Congress. We do that in 
Washington D.C.

The second is “engaging 
issues in education,” she 
said. “Educating our mem-
bers, educating our part-
ners and educating elected 
officials. (On) what matters 
to our employees and what 
matters to federal employ-
ees. We build partnerships 
with other organizations and 
groups within our commu-
nities who care about the 
same thing we care about, 
so we can increase our voice, 
increase our power.

“Engaging at the grass-
roots, which means getting 
our people to attend rallies, 
to attend meetings with our 
partners and to be visible in 
the community.”

They also fund the 
Legislative Action Fund, she 
said, which she said is the 
program they use to elect 
candidates who support 
federal workers and union 
members.

It all begins with volun-
teers, she added. “We have 
to recruit members who care 
about issues and are wiling 
to go out and do the work. 
And again, it goes back to 
educating those members so 
they understand the issues 
as well as their power to 
enforce change.”

One important note, she 
also added. “We ask incre-
mental actions, so they are 
able to gain a level of con-
fidence in engaging these 
activities. We don’t ask peo-
ple to go out and engage 
in rallies if they don’t feel 
comfortable doing so. They 
can start with the locals and

distributing flyers, etc.
Lastly, Pickstock said, “We 

must advertise our victories. 
Let people know what we 
have done. Recognize and 
reward those who are dili-
gently working, follow up 
with members when we have 
successes so they continue to 
want to follow us. And then 
ask our volunteers to do a 
little more.”

AFGE Education Specialist 
Lyneé Bennett and AFGE 
Deputy Director of Field 
Services and Education Julie 
Mendez-deLeon shared the 
numerous training opportu-
nities AFGE has, in particu-
lar online.

A new initiative Mendez-
deLeon shared was the new 
member engagement pack-
age.

“Not a ‘new employee’ 
package,” she said, “but one 
primarily targeting recruit-
ment goals on worksite. It 
does some of the same things, 
but a new, special welcome, 
tell what AFGE is, go over 
some very, very general basics 
about our structures and our 
locals and how we’re struc-
tured, so folks know how our 
structure works for districts, 
locals and what the nation 
office does.”

Finally, National 
Organizing Director for 
District 5 Horace Cooper and 
AFGE National Organizer 
Natasha Malone talked 
about retirees, in particular 
how important it was to get 
retirees involved in locals.

Among his points were that 
retirees were someone who 
help out in a host of ways. To 
include: “Organizing eight to 
nine hours a day, staffing an 
office – as they did/do dur-
ing the pandemic. They can 
become LPCs and assist LPC 
staff, turn out at rallies. 

“I mean can you imagine? 
Twenty retirees and the 
Hatch Act means nothing. 
And they can stand out in 
your place and hold up any-
thing you want them to hold 
up as long as it’s decent. Can 
you imagine that?”

District 5 hosts teletownhall meeting



DPMAPS
From page 1

to mission success. 
(5) Nurtures a high-performance 

culture that promotes meaning-
ful and ongoing dialogue between 
employees and supervisors and 
holds both accountable for perfor-
mance. 

(6) It supports and is consistent 
with merit system principles in 
Section 2301 of Title 5, U.S.C.

That is, if it were initiated prop-
erly, Management’s version of what 
DPMAPs means and what the pro-
cess is supposed to do for all federal 
employees. DPMAP is a great tool 
in my opinion when it’s initiated as 
intended to promote and recognize 
employee’s by rewarding them for 
performance. I fully agree with 
those principles. 

The problem is that the individ-
ual’s supervisor(s) or manager(s) 
initiating the program do not even 
understand the principles of how 
it works or how to apply those 
principles to what each of you do 
“independently” of each other to 
accomplish the DoD mission. 

This article is intended to give 
you some insight on what “you” 
as a federal employee should know 
about DPMAPs and are entitled 
to from your Agency officials. 
That right is entitled as a Federal 
employee, simply because these 
ratings will have a severe impact 
on your career either positively 
or negatively depending on how 
involved and knowledgeable “you” 
are in the process.

Now let’s get to the meaning of 
this article. DPMAPs was devel-
oped to give your Agency a mea-
sureable means to accurately rate 
your performance at any stage in 
the 12-month process. At the end 
of the rating period, you would 
receive one of three rating lev-
els; An “Outstanding” is equiv-
alent to a 5; “Fully Successful” 
equates to a numerical score of 3; 
An “Unacceptable” is equal to a 1. 
A rating of 1 on any element, auto-
matically gives you a failing rating 
for the entire 12 month period. 
The “most important” part of the 
rating process starts each year on 
April 1. The rating cycle for your 
appraisal period rating ends the 
following year on March 31 com-
pleting a 12-month cycle. Your rat-
ing of record (annual appraisal) 
must be signed by your supervisor 
and reviewer, and becomes final-
ized and effective on June 1 of that 
same year.

 In order to be rated during the 
performance period (12 months) 
the employee must work a mini-
mum of 90 calendar days under an 
approved Performance Plan (PP) 
to demonstrate performance. This 
does not mean you have to physi-
cally work all 90 days, you simply 
have to be “under” an approved 
performance plan for 90 days. One 
that you should have seen and 
signed acknowledging that you 
have seen or reviewed it. Please 
understand the difference.

 During the rating cycle, to fos-
ter a culture of high performance 
the supervisor and employee must 
engage in two-way performance 
feedback and hold a minimum of 
three formal documented perfor-
mance discussions during the rat-
ing cycle. The first is the initial dis-
cussion (held in “April). The second 
is a progress review (midterm) and 
the third and final is the annual 
performance appraisal. 

You should receive this in April 
of the following year or at the end 
of your rating cycle. However, you 
can request as many reviews as 
“you” would like to ensure you 
are reaching your goal. For exam-
ple, your rating cycle for this past 
cycle would have started on April 
of 2020, your midterm should be 
accomplished by October 2020 and 
end on March 31, 2021. You should 
then receive this annual rating in 
April of 2021. Not May or June, 
this is untimely and outside of 
statue as well as guidance.

THE BEGINNING: APRIL 1-
31

 The month of April is the key to 
successfully initiating DPMAPS. 
In April your supervisor should 
written your Performance Plan. 
This plan must be tailored to what 
“you” do specifically, not generic. 
By this I mean, if you are a WG-
3806 –XX, your PP should outline 
the the specific work control opera-
tions that you must perform for 
the entire year. 

Although all 3806’s have the 
same Core Documents, they all 
perform different task, opera-
tions at various skill levels. This is 
why your input is very important, 
because if your performance plan 
does not capture what you “actu-
ally” perform or if your supervi-
sor outlines goals that you cannot 
reach or exceed, and then you have 
not been properly issued a PP and

this can affect your overall rating. 
In 100 percent of the cases that 

I have seem, the ratings are based 
on a supervisor’s “assumptions” 
not facts. DPMAPS was designed 
to counter this by giving the 
employee clear, measurable means 
to track their daily, weekly and 
monthly progress at a glance. If 
your PP does not articulate this, 
then your supervisor has failed to 
properly initiate your PP. 

 During the initial discussion you 
must address things like: “What do 
I have to do to get a Quality Step 
Increase (QSI)?” That is a step 
increase for reaching your goal 
or exceeding your requirement for 
the year. Or, since this is a per-
formance-based system, set your 
sights on percentages that you all 
are eligible for. Such as 10 percent 
of your annual salary up to as high 
as 18 percent (you can validate this 
on opm.gov). They must tell you 
have to reach these goal and work 
out a plan with you. If they do not 
then they have failed to properly 
engage and set goals. 

My point is you have the oppor-
tunity to take an active part in 
your rating, the design of your 
PP. If you are not receiving this 
initial discussion in April at the 
beginning of the rating cycle then 
the Agency had failed you and vio-
lated not only the DoDi regulation, 
the Master Labor Agreement and 
Statue but also OPM regulation 
and law. In addition, you have a 
right to file a complaint if you are 
not able to resolve this in a timely 
manner with your management. 

SPECIFIC, MEASUREABLE, 
ATTAINABLE, RELEVANT 
AND TIMELY

 If there is nothing else that you 
take away from this article, I pray 
you understand this part. Your per-
formance plan should address the 
SMART criteria or goals. What 
is SMART? SMART criteria are 
structured and trackable goals 
and objective detailed in your PP. 
SMART goal setting creates verifi-
able trajectories towards certain 
objectives, with clear milestones 
and an estimation of the goals 
attainability. 

It gives you a clear map of what 
you need to do. SMART criteria 
provides each employee a mea-
sureable means that you and your 
supervisor can track your prog-
ress, and a timetable to reach of 
these goal and mission objective. 
SMART stands for Specific, 
Measureable, Attainable, 
Relevant and Timely. 

If your performance plan looks 
like a copy and paste of your old 
Core Document, then your man-
agement has failed to properly 
issue you a performance plan. If 
your supervisor can’t explain how 
to reach a goal or what your goal is 
for the “entire year” in a way that 
you can measure or track it, then 
he/she has failed you. 

Your career is too important to 
allow this type of failure to occur. 
Therefore, you must hold them 
accountable. A foot note: This 
all is that when DPMAPs was 
initiated, it added an element 
to each supervisors PP. That 
is right. If they fail to initi-
ate this process properly, they 
should fail their appraisal (see 
the documents attached pro-
viding this guidance by head-
quarters.) Therefore, they have 
a dog in this fight and we will 
hold each one of them account-
able as we move forward.

 Your SMART criteria must pro-
vide you numerically or quantita-
tive measure of what your target 
goal is, how much time you have to 
achieve it, how it will be measured 
and tracked, how many mistake 
you are allowed (exceptions), and 
what you will get if you achieve 
this milestone. If it does not pro-
vide these details to you, then ask 
the supervisor for clarify his guid-
ance and explain it in writing.

 You as the employee have the 
right to meet each month or week 
if you feel your PP is not reflec-
tive of what you do, and each time 
the supervisor must record the 
meeting on a Form 2906 form. 
Your midterm review should take 
place around Sept. 1 not the end 
of October each each year. Your 
midterm is the midway or half-
way point in your rating cycle. 
September is actually the halfway 
point. Do not let them shorten 
your time to improve or exceed 
your goals. 

You must control your future, do 
not leave it up to your supervision. 
If you have not received a midterm 
review in a timely manner, contact 
your supervisor and request it, if 
they do not give you this feedback, 
then you have the right to grieve 
that as a violation, however we 
encourage you to try your chain of 
command. Specifically, use email, 
so that you have a method to doc-
ument your attempts with your 
management officials. If that fails,

then you have the right to file a 
grievance within 20 days.

 The last discussion is your actual 
appraisal of record that should be 
issue between April 1 of the previ-
ous year and May 31 of the current 
year. For example, your appraisal 
would start in April 1, 2019 and 
end on March 31, 2020. You super-
visor should issue your appraisal in 
April 1, not May 2020. 

The importance of these dates is 
it give you a chance to discuss and 
have your rating changed before 
it reached the 1 June milestone 
when it is finalized and recorded. 
After 1 June, you will have to file 
a grievance or formal complaint to 
address your rating, depending on 
your rationale for filing, will depict 
what venue you should use. 

So take advantage of this time 
and ask for your annual appraisal 
in April or at least the first part of 
May to allow you this opportunity 
before filing a grievance. 

My point of this article is to have 
you get involved, and stop just tak-
ing what comes your way. When

we start to hold our management 
accountable, we can start the cul-
ture shift and change the way we 
should conduct business. 

The question that I will present 
to you as I end this article is, “If 
I’m not getting the 10 percent + 
of my annual salary as a potential 
bonus for your performance, why 
not?

 The Greatest trick the Agency 
has ever performed is to convince 
you that it is your fault you did not 
meet the requirements needed to 
exceed your elements.

 One very important aspect of 
this particular rating cycle is, the 
entire nation experienced Covid-
19 at the very beginning of the 
2020 rating cycle. Placing not only 
the world, our country and gov-
ernment in a state of emergen-
cy, but also the very Installation. 
This one event completely affected 
every Federal Employee Rating of 
Record, regardless of whether you 
are under DPMAPs or Acq Demo. 

We all had to adjust, as the nation 
shut down from March 16, 2020 to

approximately May 31, 2020. Then 
it gradually regained some of its 
vibrancy as it tried to reopen the 
economy. This affected our ability 
to produce, manufacture or even 
report to work. If your manage-
ment did not adjust or modify 
and take into consideration these 
changing events, then modify your 
performance plan to encompass 
these variances, then they have 
failed to properly monitor your 
performance throughout the rat-
ing cycle, resulting in a improperly 
derived rating of record, violat-
ing the Master Labor Agreement 
Article 15, DoDi 1400.25 v430/431 
guidance and AFMAN 1400.24 
v430 as well as 5 CFR 430. This 
entire directive states: “Compliance 
is Mandatory.” 

If you only take away one thing 
from this article, understand this, 
“Knowledge is power.”

Please review the attached docu-
ments and if you have any ques-
tions, come by the Union hall and 
discuss it with the staff or contact 
a steward in your area.
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STATEPOINT 
CROSSWORD

THEME: EUROPE 101

ACROSS
1. Wise man
5. Recipe amt.
8. *Overseas flyer’s 
fatigue
11. Like traditional story-
telling
12. Jasmine or university 
in Houston
13. In an unfriendly man-
ner
15. Log splitter
16. Dashing style
17. Best of the crop
18. *European Union cap-
ital
20. Charged particles
21. *Like Pigalle or De 
Wallen?
22. Genetic stuff
23. Jewish village
26. Between a walk and 
a trot
30. Formula One ride
31. Even though
34. Itty-bitty bit
35. Full of pep
37. *Artifact from Ancient 
Greece, e.g.
38. Stir fry
39. Eye part
40. *Eurosceptic’s deci-
sion
42. Salon product
43. Ernst to Young
45. Those who chronicle
47. #20 Across, sing.
48. The City of a Thousand 
Minarets
50. Chip and Joanna 
Gaines’ hometown
52. *High speed carrier
55. Tibetan priests
56. Small cave
57. Seed coat
59. Skirt shape
60. Theories
61. Human parasites
62. *Like many European 

structures
63. *Black or Ligurian, 
e.g.
64. Japanese vodka

DOWN
1. Soccer ____
2. Oman man
3. Wild ox of India
4. Treat badly
5. *Like many roofs in old 
Spain
6. Like reptile’s skin
7. Montblanc and such
8. Right to a property
9. “Sad to say...”
10. Fitness venue
12. Bring to consignment 
store
13. Cake layer
14. *Part of former 
Yugoslavia
19. Caterpillar hairs
22. i topper
23. *Bluebill duck in 
Europe
24. Middle Eastern sesa-
me treat
25. Judge, e.g.
26. Put a hex on
27. *Paris’ Moulin ____
28. Weasel’s aquatic 
cousin
29. Chinese weight units
32. Dog nemesis
33. Before, archaic
36. *____ City, the small-
est country
38. Astrologer’s concern, 
pl.
40. *London’s Big ___
41. Stupid ones
44. Pirate’s necklace
46. Bottom lines
48. Witch’s spell
49. Something in the air
50. *Cold War divide
51. In the middle of
52. Knight’s breastplate
53. *La Scala sound
54. *American tour guide
55. Pathet ____
58. “Fantasy Island” prop

A group from Chicago spent 
a weekend gambling in Las 
Vegas. One of the men on that 
trip won $100,000. He didn’t 
want anyone to know about it, 
so he decided not to return 
with the others, but took a later 
plane home -arriving back 3 
a.m. He immediately went out to 
the backyard of his house, dug 
a hole and planted the money 
in it. 

The following morning he 
walked outside and found only 

an empty hole. He noticed foot-
steps leading from the hole to 
the house next door, which was 
owned by a deaf-mute. 

On the same street lived a 
professor who understood sign 
language and was a friend of 
the deaf man. Grabbing his 
pistol, the enraged man went 
to awaken the professor and 
dragged him to the deaf man’s 
house. 

“You tell this guy that if he 
doesn’t give me back my 

$100,000 I’m going to kill him!” 
he screamed at the professor.

The professor conveyed the 
message to his friend, and his 
friend replied in sign language, 
“I hid it in my backyard, under-
neath the cherry tree.” 

The professor turned to the 
man with the gun and said, 
“He’s not going to tell you. He 
said he’d rather die first.”

A new business was opening, 
and a long-time friend of the 

owner decided to send flowers 
for the occasion. He arrived at 
the “grand opening”, accepted a 
glass of cold drink and a warm 
handshake from his host, then 
browsed about the room exam-
ining the many floral arrange-
ments and potted plants. 

Finally, he happened upon 
his own offering, only to find 
an attached card bearing this 
sentiment: “Rest in Peace” 
Embarrassed and irate at the 
florist’s error, he phoned to 
lodge a complaint. After venting 
his anger in a lengthy tirade, 
he waited impatiently for the 
florist’s explanation. 

“Sir, I’m really sorry for the 
mistake, but rather than get-
ting angry.... imagine this: 
Somewhere a funeral is tak-
ing place today, and they 
have a lovely floral spray 
with an attached note saying: 
Congratulations on your new 
location!”

David and his son James 
were called to Principal’s class-
room. “Mr. David,” said the 
teacher, “I asked James ‘Who 
shot Abraham Lincoln?’ and he 
said that he didn’t do it!” 

“Well, teacher,” said Talbot, 
“if my kid said he didn’t do it he 
didn’t do it!” Father and son left 
the school, and on their way 
home David turned to the boy 
and asked, “Tell me, son, did 
you do it?”

“Give me a sentence about 
a public servant,” said a teach-
er. The small boy wrote: “The 
fireman came down the ladder 
pregnant.” 

The teacher took the lad aside 
to correct him. “Don’t you know 
what pregnant means?” she 
asked. “Sure,” said the young 
student confidently. “It means: 
carrying a child.”

Little Tommy’s kindergarten 
class was on a field trip to their 

local police station. There, they 
saw pictures tacked to a big 
bulletin board. The label clearly 
read, “The 10 Most Wanted.”

One of the youngsters point-
ed to a picture and asked if it 
really was the photo of a wanted 
person. “Yes,” said the police-
man, “the detectives want him 
very badly.”

So Little Tommy asked, while 
tugging on the man’s belt, “Um, 
mister, why didn’t you keep them 
when you took their pictures?”

You know what they say 
about cliffhangers ...
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How to beat Str8ts – 
Like Sudoku, no single number can 
repeat in any row or column. But... 
rows and columns are divided by black 
squares into compartments. These 

complete a ‘straight’. A straight is a set 
of numbers with no gaps but can be in 
any order, eg [4,2,3,5]. Clues in black 
cells remove that number as an option 
in that row and column, and are not part 
of any straight. Glance at the solution to 
see how ‘straights’ are formed.

Previous solution - Medium

www.str8ts.com
along with more puzzles, Apple apps and books. 

I broke my finger last week. 
On the other hand, I’m okay.

A little humor ...
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DISCUSSION
From page 1

talked about the APALA, 
which is a constituency 
group of the AFL-CIO. (See 
related story on APALA. 
Also more on the history 
can be found at https://his-
tory.house.gov/Exhibitions-
and-Publ i cat ions /APA/
H i s t o r i c a l - E s s a y s /
Exclus ion-and-Empire /
First-Arrivals/.)

Yeh traced the history 
back to as far as 1849 with 
the building of the trans-
continental railroad and 
the huge influx of Irish and 
Chinese who were signifi-
cant contributors to its com-
pletion. She noted in par-
ticular that in history books 
“you don’t really hear about 
the Chinese side of things,” 
she said. “You really on hear 
about the Irish side, so I 
think that’s important to 
know (of the Chinese contri-
butions).”

Yeh continued with a 
number of key dates/events: 
1849 when the first labor-
related issue was reported; 
1882, the Chinese Exclusion 
Act; 1903, the Oxnard sugar 
bean strike; 1942, Japanese 
Exclusion Act, just to men-
tion a few.

The event also consisted of 
a panel discussion featuring 
six talented leaders in their 
field and AAPI.

In addition to Yeh, they 
were: AFGE’s Dennis Chong 
– he identified himself as 
a first generation Korean-
American; Ili Meaole, act-
ing President of AFGE Local 
1102 and from the American 
Islands of Samoa; Mariclar 
Osorio, a registered nurse in 
the Department of Veterans 
Affairs and Philippino; 
Concetta Fialkowski; 
Hawaiian and a coordina-
tor in the Womens and Fair 
Practices Department and 
Lisa Maria Akau, also iden-
tifying as Hawaiian and 
a national organizer for 
AFGE.

They addressed a number 
of topics to include: How 
their culture plays into 
advocacy and the workplace, 
potential barriers in their 
communities and workplace 
and how “we can fight those 
narratives,” said AFGE 
Womens and Fair Practices 
Program Specialist Denver 
Supinger, who moderated 
the event. 

There was a bit of silence 
before Chong spoke. “I just 
want to address the low-

est-hanging fruit,” he said. 
“Which is, as I said earlier 
(in the session) about the 
800 languages and dialects, 
as a positive, and as a place 
where we can try to dis-
mantle language barriers to 
… And, with the prolifera-
tion of technology improve-
ments being able to work 
with that. 

“It is still a barrier. You 
know. Language access and 
language translation, espe-
cially for people who are 
maybe the first generation, 
or immigration popula-
tions within the country are 
really important to address. 
Especially with trying to 
break down that barrier. But 
it is expensive. It is hard.”

He continued by thank-
ing those who were part of 
the event, both those tak-
ing part and listening in. 
“What I would ask for you,” 
he said. “What people say 
in general is: ‘How can you 
help?’ Time. Talent and 
treasure. Please take the 
time, like you’re taking now, 
to listen to this panel, this 
great panel.

“Your treasure, to donate, 
to donate funds, like APALA. 
Let’s donate to organiza-
tions to try to break down 
these barriers. And talent, 
is, you know, one thing about 
labor unions. If you can try 
to recruit and reach out to 
AAPIs who are not AFGE 
members, not dues-paying 
members, you can encour-
age them (to sign up).”

Meaole seconded what 
Chong said and added edu-
cation was also extremely 
important … “each other 
and especially managers,” 
she said. “Sometimes they 
don’t know. They’ll do bet-
ter if they know,” she said. 
“But if they don’t know 
then … And so it’s our job 
as unionists and as program 
managers to educate.”

The floor was opened 
again for additional input, 
but it was Chong, after 
another segment of silence, 
who spoke again.

“We are speaking out and 
we are going to continue to 
do so. We want more people 
to speak out. This is just the 
start. This is the first time 
AFGE has done something 
like this. And we are at the 
ground level on this, and we 
are going to continue raising 
the profile and recruit more 
members … Show people 
we’re not just going to sit on 
the sidelines. 

“We have to push forward

together. We have to row the 
boat. I know that’s pretty 
stereotypical. To win a row-

ing competition you have to 
row together. It’s not about 
one person who is really 

stronger but it’s all about 
everyone working in unison. 

“We have to do this. This 

is ground level. We have to 
continue talking and we have 
to shout if we need to.”
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RUNOFF
From page 1

time to avoid having to be a part of the runoff.
A special “thank you” to the members of the election 

committee for their hard work/long hours, et cetera. They 
were: Gail Rogers, chair; Tony Dandridge, co-chair, Lavetta 
Williams, Eldorado Lee, Tony Price and Cheryl Thomas. 

Our Mission
Founded in 1992, the Asian Pacific 

American Labor Alliance, AFL-CIO, is 
the first and only national organization 
of Asian American and Pacific Islander 
workers, most of who are union mem-
bers, and our allies advancing worker, 
immigrant and civil rights. 

Since its founding, APALA has played 
a unique role in addressing the work-
place issues of the 660,000 AAPI union 
members and in serving as the bridge 
between the broader labor movement 
and the AAPI community. 

Backed with strong support of the 
AFL-CIO, APALA has more than 
20 chapters and pre-chapters and a 
national office in Washington, D.C.
APALA is dedicated to promoting polit-
ical education and voter registration 
programs among AAPIs, and to the 
training, empowerment, and leader-
ship of AAPIs within the labor move-
ment and APA community. 

Furthermore, APALA works to 
defend and advocate for the civil and 
human rights of AAPIs, immigrants 
and all people of color, and continues 
to develop ties within international 
labor organizations, especially in the 
Asia-Pacific Rim.

Our History
The role Asian Americans and 

Pacific Islanders play in the labor his-
tory is extremely diverse.  From labor 
heroes like Philip Vera Cruz, a Filipino 
labor organizer instrumental in the 
formation of the United Farm Workers 
Union, and Gene Viernes and Silme 
Domingo, who co-founded the Alaska 
Cannery Worker’s Association, these 
organizers demonstrated the great 
importance of building an AAPI labor 
alliance. 

Emerging from a history of legalized 
exclusion - from barriers to enter the 
U.S. to restrictions from participating 
in acts like owning land - AAPIs are 
moving towards an era where AAPI 
laborers unite.

In 1990, AAPI labor activists 
approached the AFL-CIO with a 
historic proposal to form a national 
Asian American and Pacific Islander 
labor group. A year later, the AFL-
CIO Executive Council established a 
committee to explore the formation 
of a national AAPI labor group.  The 
Steering Committee that was formed 
from this proposal included the three 
regional AAPI labor groups, represen-
tatives from the Hawaii State AFL-
CIO, and representatives from the 
seven founding unions. 

In 1992, over 500 AAPI labor activ-
ists from around the country gathered 
in Washington, D.C. for the found-
ing convention of the Asian Pacific 
American Labor Alliance, AFL-CIO. 

Our Principles for Collective 

Liberation
Many folks in our communities show 

care by offering food and asking if you 
have eaten yet. At APALA we believe 
that it is up to ALL OF US to make 
sure WE ALL EAT. It is our collective 
responsibility to care for one another.

We have seven principles for col-
lective liberation and organizing 
stronger communities. We developed 
these as a way to stay grounded in
how we are working together for a 
future where we all eat. Just like 
the  beginnings of the Asian American 
and Pacific Islander movements, our
visions and values are rooted in Black 
liberation, Indigenous sovereignty, and 
solidarity with all struggles for col-
lective liberation. All of our struggles 
are connected and we cannot win one 
without another.

Our Standard of Conduct
APALA is committed to providing 

and environment free from discrimi-
nation and harassment, regardless of 
an individual’s race, ethnicity, religion, 
color, sex, age, national origin, sexual 
orientation, disability, gender identity 
or expression, ancestry, pregnancy, or 
any other characteristic prohibited by 
law. 

As such, APALA will not tolerate 
discriminatory, harassing or otherwise 
unacceptable behavior at any of its 
activities, events, or meetings. APALA 
expects everyone who participated in 
any of its activities, events or meetings 
to abide by this standard of conduct. 

There will be no retaliation or other 
adverse actions taken against an indi-
vidual who makes a complaint. 

Institute for Asian Pacific 
American Leadership and 
Advancement

The Institute for Asian Pacific 
American Leadership & Advancement 
was established in 2011 to build capac-
ity through our chapters and partner-
ships with local and national AAPI 
organizations. 

Alongside our sister organization, 
APALA, we hope to ensure broad-
er education, civic engagement, and 
capacity building for our communities.
 IAPALA is a 501(c)(3) non-profit orga-
nization and any contributions to 
IAPALA are tax-deductible in accor-
dance with IRS regulations. Below are 
our seven principles for collective lib-
eration and organizing stronger com-
munities. 

We developed these as a way to 
stay grounded in how we are work-
ing together for a future where we all 
eat. Just like the beginnings of the 
Asian American and Pacific Islander 
movements, our visions and values are 
rooted in Black liberation, Indigenous 
sovereignty, and solidarity with all 
struggles for collective liberation. 

All of our struggles are connected 
and we cannot win one without anoth-
er. 

Worker Power: Ensuring workers 
have the power to collectively organize 
for the compensation and protections 
to work with dignity is integral to 
unrigging a capitalist system. 

Regardless of immigration or work 
status, industry size or number of 
hours worked, job title or contractor 
status, we believe all workers are the 
backbones of our communities. 

People Power: Protecting our 
democracy, public goods, and people 
against corporate greed is foundational 
for building strong communities. 

As workers we have the ability and 
knowledge to solve our own local issues 
and make our own collective choices. 

Together we can hold our govern-
ment and employers accountable to 
their responsibilities to ensure our 
communities have access to compre-
hensive health care, nutritious and 
culturally appropriate foods, strong 
public schools, effective transit sys-
tems, safe housing and public spaces, 
a dependable postal service and a sus-
tainable planet. 

Racial Justice: We cannot achieve 
economic justice without racial justice 
therefore central to our role as AAPI 
workers in the movement for collec-
tive liberation is dispelling the model 
minority myth by organizing poor and 
working class AAPI communities and 
challenging anti-blackness within the 
AAPI community. 

Together with Black, brown, and 
indigenous communities, we form a 
more powerful movement towards abo-
litionism and ending white supremacy. 

Community and (Chosen) Family 
Values: We organize so that all of 
us can build homes with the people 
we choose, and for our families and 
communities to have access to the 
resources they need, in the languages, 
customs, and pronouns that are appro-
priate to them, regardless of immigra-
tion status, sexuality, and gender. 

We believe in a world without bor-
ders and limits to who we can build 
caring families and communities with. 

Intergenerational Movement 
Building: Liberation movements are 
larger than any one of us; it happens 
across generations therefore it is cru-
cial that we build with both young 
people and elders. 

We are never done learning and 
value the knowledge, perspectives, and 
contributions of our ancestors, elders, 
peers, youth, and future generations. 

Asian Pacific American Labor Alliance


